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AFSCME
LOCAL 
1761
ftSiorji*
RUTGERS
THE STATE UNIVERSITY 
OF NEW JERSEY
JULY 1.1981 - JUNE 30,1983
AGREEMENT
This Agreement, made and entered into the 21st day o f  January, 1982 by and 
between RUTGERS, THE STATE UNIVERSITY (hereinafter called "Rutgers") and the 
AM ERICAN FEDERATION OF STATE, C O U NTY , A N D  M UNIC IPAL EMPLOYEES, 
AFL-CIO; Council 52; and its a ffilia te  LO CAL UNION No. 1761 (hereinafter called the 
"Union").
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ARTICLE 1 - PURPOSE
Rutgers and the Union have entered into this Agreement for the purpose of 
establishing conditions under which employees as hereinafter defined shall be employed to 
work for Rutgers and procedures for the presentation and resolution o f grievances, and to 
regulate the mutual relations among themselves with the view o f promoting and insuring 
harmonious relations, communications, cooperation and understanding between Rutgers and 
its employees.
ARTICLE 2 - RECOC NITION
1. Rutgers recognizes the Union as the sole and exclusive negotiations 
representative for wages, hours, terms and conditions o f employment o f its employees as 
hereby defined.
2. The terms "employee" and "employees" as used herein shall include all regular 
employees, both full-time and part-time employees* (those scheduled to work for twenty 
(20) hours or more per week), employed in the classifications listed under Appendix "A " 
attached hereto and included herein by reference and made a part o f this Agreement, and 
for regular employees in such other classifications as the parties hereto may later agree to 
include; but excluding all probationary employees, confidential employees as agreed 
previously by Rutgers and the Union, students, casual employees and temporary employees, 
faculty, professional employees, supervisors, employees in the jurisdiction o f other unions 
now recognized by Rutgers, and all other employees of Rutgers.
♦Inclusion in the unit does not change the current benefits for part-time employees.
3. Definitions -
A. Temporary Employee -  A temporary employee is defined as an employee 
who is hired to work as an interim replacement or for any short term work scheduled for less 
than ten (10) months.
B. Casual Employee - A casual employee is defined as an employee who is 
employed on an intermittent basis.
C. Regular Employee - A regular employee is defined as:
(i) Appointed Employee -  an employee hired on a 10 or 12 month 
continuous salaried basis with a specific or indefinite expiration date.
Gi) Appointed Hourly Employee (type 3) -  an employee hired on a 10 
or 12 month continuous hourly basis for a specific or indefinite period of time and eligible 
for fringe benefits e ffective October 1, 1973.
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ARTICLE 3 -  UNION SECURITY
A. UNION DUES:
Rutgers agrees to deduct from the paycheck the biweekly Union dues o f each 
employee, as defined herein, who furnishes a voluntary written authorization for such 
deduction, on a form acceptable to Rutgers. Each employee may cancel such written 
authorization giving written notice o f such cancellation to Rutgers and the Union between 
December 15 and December 31 o f any year e ffective  January 1 o f the ensuing year. The 
amount o f Union dues to be deducted by Rutgers from the employee's paycheck shall be in 
such amount as may be certified to Rutgers by tne Union at least thirty (30) days prior to 
the date on which deduction o f Union dues is to be made. Deduction o f Union dues made 
pursuant hereto shall be remitted by Rutgers to the Union every four weeks together with a 
list o f the names of employees from whose pay such deductions were made.
B. REPRESENTATION FEE;
1. Representation Fee Deduction
The parties agree that effective approximately thirty days after agreement on 
this contract and continuing until June 30, 1983 all employees in the bargaining 
unit who do not Decome members o f APSCME Local 1761 within 30 days shall 
have deducted from their salaries and forwarded to the Union a representation 
fee in a manner and in an amount as provided below.
2. Representation Fee Amount
At least thirty (30) days before the e ffec tive  date o f the representation fee, or 
any subsequent modification thereof, the Union shall notify the University of 
the bi-weekly amount to be deducted from non-members' salaries. Any change 
in the representation fee shall be made upon written notification to the 
University.
3. Representation Fee Deductions
Hie representation fee shall be deducted from non-members' salaries in equal 
bi-weekly installments. Representation fee deductions from the salaries o f all 
non-member employees shall commence on the payroll begin date following 30 
days after the expiration o f a COLT eligible employee's probationary period or 
the tenth (10th) day following re-entry into the bargaining-unit for employees 
who previously served in bargaining unit positions and who continued in the 
employ o f the University in a non-bargaining-unit position. For the purpose of 
this Article, 10 month employees shall be considered to be in continuous 
employment.
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If, during the course of the year, the non-member becomes a Union member, 
the University shall cease deducting the representation fee and commence 
deducting the Union dues after written notification by the Union o f the change 
in status. Conversely, i f  the Union member directs the University to cease dues 
deductions in a manner appropriate under the terms o f the dues check-off 
agreement, the University shall commence deduction of the representation fee 
after written notification by the Union o f the change in status. After 
deduction, representation fees shall be transmitted to the Union in the same 
manner and at the same time as Union dues.
4. Indemnification
The Union hereby agrees to indemnify, defend, and save harmless the University 
from any claim, suit or action, or judgements, including reasonable costs of 
defense which may be brought at law or in equity, or before any administrative 
agency with regard to or arising from the deduction from the salaries of any 
employee o f any sum of money as a representation fee under the provisions of 
the agreement.
ARTICLE 4 -  UNION REPRESENTATIVES
1. Authorized representatives of the Union, who are not employees o f Rutgers, 
shall be admitted to the premises o f Rutgers. At the time o f entering the premises o f 
Rutgers, the Union representatives shall make their presence and destination known to the 
O ffice o f Employee Relations or the Division Head, or his/her representative responsible for 
the area to be visited.
2. Stewards (not to exceed 41 in number throughout the University) shall be 
designated in specific, geographic areas. Names of employees selected to act as Stewards 
and their areas of responsibility and the names of other Union representatives who represent 
employees shall be certified in writing to Rutgers by the local union.
3. Stewards shall be granted a reasonable amount o f time during their regular 
working hours, without loss of pay, to interview an employee who has a grievance and to 
discuss the grievance with the employee's immediate supervisor. The Union President or 
his/her designee shall be granted a reasonable amount o f time during his/her regular working 
hours, without loss of pay, to present, discuss and adjust grievances with Rutgers, provided 
such person is an employee o f Rutgers. When a designee is assigned to act in a particular 
grievance, the Union will give Rutgers prior notice. Neither a steward, nor a union officer 
nor a designee shall leave his/her work without first obtaining permission o f his/her 
immediate supervisor, which permission shall not be unreasonably withheld.
4. The Union may have ten (10) members, who are in the bargaining unit covered 
by this Agreement, on the contract negotiating committee and six (6) members on the 
economic reopener. Rutgers agrees that these members shall not lose pay for time spent 
during their regular working hours while serving in such capacity.
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5. Rutgers agrees to permit authorized representatives o f the Union employed by 
Rutgers to take time o ff  without loss o f pay for the purpose o f attending Union conventions, 
conferences and educational classes, provided that the total amount o f such time o ff  
without loss o f pay during the period o f this Agreement shall not exceed eighty (80) days. 
Permission for such time o ff  must be obtained from Rutgers. Such permission shall not be 
unreasonably withheld. vNames o f persons attending such activities and time to be charged 
shall be certified in writing to the O ffice o f Employee Relations.
ARTICLE 5 - NONDISCRIMINATION
There shall be no discrimination by Rutgers or the Union against any employee or 
applicant for employment because o f race, creed, color, sex, religion, age, marital status, 
nationality, handicap, status as a Vietnam-era Veteran or disabled Veteran, membership or 
non-inembership in the Union or hetero/homo sexual preference.
ARTICLE 6 - RULES AND REGULATIONS
Rutgers may establish and issue reasonable rules and regulations concerning the work 
to be performed by, and the conduct o f, its employees, and it shall apply and enforce such 
rules and regulations fairly and equitably. These rules and regulations shall not be 
inconsistent with the terms o f this Agreement, and Rutgers will make every reasonable 
e ffort to have prior discussion on those rules and regulations that may be of general interest 
or concern as provided for in Article 7. Neither party waives any rights it may have by 
virtue o f New Jersey statutes.
ARTICLE 7 - LABOR MANAGEMENT CONFERENCES
A Labor Management Conference is a meeting between the Union, the O ffice o f 
Employee Relations and such other representative o f Rutgers as appropriate, to consider 
matters o f general interest and concern other than grievances. Such a meeting may be 
called by either party, shall take place at a mutually convenient time and place and may be 
attended by no more than five (5) Union Representatives employed by Rutgers who shall not 
lose pay for time spent during their regular working hours at such a meeting. International 
Representatives and/or Council Representatives may attend such meetings. Agreements 
reached at LaDor Management Conferences will be reduced to writing.
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ARTICLE 8 - GRIEVANCE PROCEDURE
1. A grievance is defined as any claimed violation o f any provision o f this 
Agreement or o f any Rutgers policy relating to wages, hours or other terms or conditions of 
employment of the employees.
Any grievance o f an employee, or o f the Union, shall be handled in the following
grievance shall initially be presented within ten (10) working days after the 
occurrence of the event or knowledge of the event out o f which the grievance arises. The 
grievance shall be presented in writing citing the alleged violation. The grievance normally 
shall be presented to the employee's immediate supervisor or the person with the authority 
to resolve the grievance. If the employee so requests, the steward may be present at any 
meeting that takes place at this level in attempting to adjust the grievance. Such meeting 
shall be held within two (2) working days after the grievance is submitted in writing. The 
first level o f supervision shall give his/her answer in writing within four (4) working days 
after the grievance is submitted in writing.
In cases where the event giving rise to the grievance is not initiated by the employee's 
immediate supervisor, the grievance initially shall be presented to the first level o f 
supervision having authority to e ffec t a remedy.
Step 2
If the grievance is not resolved at Step 1, the employee or the Union may within five 
(5) working days o f the written answer forward the grievance to the second level of 
authority with a copy to the first level o f authority and to the O ffice o f Employee 
Relations. This second level of authority shall within ten (10) working days of receipt o f the 
written grievance hold a meeting. The employee shall be entitled to be accompanied by the 
steward and/or by either a union officer or the president's designee. This second level of 
authority shall send to the employee, to the representativefe) present at the hearing, to the 
first level o f authority and to the O ffice o f Employee Relations his/her written answer 
within five (5) working days after the date o f such meeting.
Step 3
If the Union is not satisfied with the Step 2 answer, the Union may within three (3) 
working days o f receipt o f that answer submit to the O ffice o f Employee Relations in New 
Brunswick and where appropriate to the Personnel O fficer in Newark or Camden the written 
statement of the grievance along with a written request for a Third Step Hearing. Such 
hearing shall take place at a mutually agreeable time and place not later than five (5) 
working days after receipt o f the written request for such hearing. The employee shall be 
entitled to be present. The steward, and/or either the Union President or his designee shall 
be present, and the Council representative may be present.
2.
manner:
The
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The Third Step Hearing Officer shall give his/her written decision to the employee and 
to the Union within five (5) working days after such hearing. These five (5) days may be 
extended by mutual agreement.
A general grievance, one that may a ffect all or a group o f employees, may be 
presented by the Union at Step 3.
Step 4
I f  the Union is not satisfied with the decision o f the Third Step Hearing O fficer, the 
Union may within ten (10) working days after the receipt o f the written decision o f the Third 
Step Hearing Officer submit the grievance to binding arbitration. Grievances over 
disciplinary actions may proceed to advisory arbitration only. I f  Rutgers and the Union 
agree that the grievance shall be heard by a tripartite panel, one member o f that panel shall 
be designated by Rutgers, one by the Union and the third w ill be selected jointly by Rutgers 
and the Union.
Rutgers and the Union agree that the arbitrator to  be chosen jointly shall be selected 
from a panel or panels to be provided by the American Arbitration Association, the 
arbitrator to be selected in accordance with the rules and procedures o f the agency.
The costs and expenses incurred by each party shall be paid by the party incurring the 
costs except that the fees o f the neutral arbitrator and the administering agency shall be 
borne equally by Rutgers and the Union.
3. No arbitrator functioning under the provisions o f this grievance procedure 
terminating at Step 4 in binding arbitration shall have the power to amend, modify or delete 
any provision o f this Agreement.
4. In the case o f discharge, the grievance may,begin with Step 2 above.
5. In the case o f grievances relating to selection o f a candidate under the 
Promotion and Transfer Procedure, Steps 1, 2, and 4 above shall be utilized.
6. Saturdays, Sundays and holidays shall not be considered working days in 
computing the time limits provided for above. Any written decision or written answer to a 
grievance made at any step which is not appealed to the succeeding step within the time 
limits provided, or such additional period o f time as may be mutually agreed upon in writing, 
shall be considered a final settlement and such settlement shall be binding upon Rutgers, the 
Union and the employee or employees involved.
7. An employee shall not lose pay for the time spent during his/her regular 
working hours at the foregoing steps o f the grievance procedure. In the event that it is 
necessary to require the attendance o f other employees, during regular working hours, at the 
Step 4 meeting o f the grievance procedure, such employees shall not lose pay for such time.
8. In the event o f the discharge for cause o f any employee, Rutgers shall promptly 
give written notice of the discharge to the employee^ steward and attempt to give 
telephone notice to the President o f the Union or the Vice President o f the Union 
responsible for the campus on which the discharged employee had been employed.
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y. Rutgers and the Union agree to process a grievance over a discharge in an 
expeditious manner.
10. Rutgers shall provide a copy of any formal reprimand to an employee and at 
his/her request to the steward. The employee shall sign such reprimand the signature 
serving only to acknowledge that he/she has read the reprimand. Any employee may file  a 
grievance with respect to any formal reprimand with which he/she does not agree. When an 
employee's record is free from any disciplinary action for a period of one year, any letters 
of reprimand contained in the employee's file  shall be deemed to be removed. Disciplinary 
actions other than letters o f reprimand shall remain part o f the employee's record.
11. A fter charges have been served, an employee shall have the option of 
requesting the presence o f a union representative before being subject to interrogation.
12. No employee shall be discharged, suspended or disciplined in any way except for 
just cause and the sole right and remedy under this Agreement of any such employee shall be 
to file  a grievance through and in accordance with the grievance procedure.
13. If Rutgers should exceed the time limits in replying to any grievance at any 
step in the grievance procedure, the grievance may be advanced to the next step.
14. In addition, an employee may appeal the interpretation, or application o f 
agreements and administrative decisions which affect terms and conditions of employment, 
as that concept has been defined by law, by presenting such appeal for determination to the 
O ffice o f Employee Relations.
ARTICLE 9 - SENIORITY AND LAYOFF
1. All employees shall be considered as probationary employees for the first ninety 
(90) calendar days o f their employment. The probationary period may not be extended 
without concurrence o f the Union. Probationary employees may be disciplined or 
terminated at any time for any reason whatsoever at the sole discretion o f Rutgers and they 
shall not be entitled to utilize the provisions o f Article 8 - Grievance Procedure. Upon 
completion o f such probationary period, their seniority will be dated as o f the date of 
commencement o f their employment. In the event that two (2) employees have the same 
seniority date, their respective seniority shall be determined by alphabetical order o f their 
last names.
2. Seniority for full time type 1 and type 3 employees for the purpose o f this 
article shall be based upon an employee’s continuous length o f service in the bargaining unit, 
except that employees employed on grant funds shall be credited with their seniority after 
fifteen months of continuous service in the bargaining unit.
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Part-time employees (those scheduled to work for 20 hours or more per week) 
shall be credited with their seniority after twelve months o f continuous service in the 
bargaining unit. Part-time employees' seniority shall be maintained on separate seniority 
lists for Camden, Newark and New Brunswick.
3. The O ffice o f Employee Relations shall maintain seniority lists o f employees by 
seniority units, copies o f which shall be furnished to the Union.
Seniority units are as defined as follows:
a. Camden
b. Newark
c. New Brunswick
4. An employee's seniority shall cease and his employee status shall terminate for 
any o f the following reasons:
a. Resignation or retirement
b. Discharge for cause
c. Continuous layoff for a period exceeding six (6) months for
employees with less than two (2) years continuous service; continuous layoff for a period
exceeding one year and one day for employees with two (2) years or more continuous service.
d. Failure o f laid-off employee to report for work either (i) on date
specified in written notice o f recall mailed seven (7) or more calendar days prior to such 
date, or (ii) within three (3) working days after date specified in written notice o f recall 
mailed less than seven (7) calendar days prior to such date, unless return to work as herein 
provided is excused by Rutgers. Written notice o f recall to work shall be sent by Rutgers by 
certified mail, return receipt requested, to the employee's last known address as shown on 
Rutgers' personnel records.
e. Failure to report for work for a period o f three (3) consecutive 
scheduled working days without notification to  Rutgers o f a justifiable excuse for such 
absence.
f. Failure to report back to work immediately upon expiration o f 
vacation, leave o f absence or any renewal thereof unless return to work is excused by 
Rutgers, and such excuse shall not unreasonably be withheld by Rutgers.
5. When Rutgers decides to reduce the number o f employees in any particular job 
title  in a particular departmentb) the einployee(s) so affected may displace the least senior 
employee, who is also less senior than the affected employee, in his/her particular job title 
in the seniority unit, provided he/she has the requisite qualifications and abilities to perform 
the work available.
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6. If the employee(s) so affected does not have the requisite qualifications and 
abilities to perform the work available in order to displace the least senior employee in 
his/her job title, he/she may displace the least senior employee, who is also less senior than 
the affected employee in the next lower-rated classification in his/her expanded job family 
(Appendix B) in the seniority unit for which he/she has the requisite qualifications and 
abilities to perform the work available.
7. Any employee(s) so displaced may in turn displace the least senior employee, 
who is also less senior than the affected employee, in the next lower-rated classification in 
his/her expanded job family in the seniority unit for which he/she has the requisite 
qualifications and ability to perform the work available.
8. Employees hired on a 10-month basis shall not be entitled to utilize the 
provisions above during the off-season o f July and August.
9. Employees laid o ff  during a layoff which persists for 30 calendar days or less 
shall not be entitled to displace any other employee during this layoff period. Such 
temporary layoff is not subject to the notification provisions o f Article 30. This paragraph 9 
which is intended for extraordinary circumstances shall not be utilized to circumvent the 
other seniority and layoff provisions o f this Article.
10. Any employee exercising his/her right to displace another employee with less 
seniority in any lower-rated job title shall be paid at the rate o f such job in accordance with 
regulations governing an employee being assigned to a lower rated title, but not more than 
the maximum of such job.
11. Employees laid o ff  from Rutgers shall be recalled to work in their seniority unit 
from layoff in order of their seniority to a position in the same job title as the one vacated 
at time of layoff provided that they have the requisite qualifications and ability to perform 
the work available. Such employees may apply to the Division o f Personnel for casual work 
without jeopardizing their rights o f recall.
12. For purposes o f layoff and recall, the President, three Vice Presidents, the 
Secretary/Treasurer, Recording Secretary, Corresponding Secretary and all recognized 
stewards, or an alternate steward temporarily filling the role o f the steward during the 
absence o f the steward, shall be granted top seniority in their seniority units during their 
terms of o ffice, provided that they have the requisite qualifications and ability to perform 
the work available at the time o f layoff or recall. The Union will provide the University 
with a list o f names and geographic areas o f responsibility o f these persons holding the 
positions described as being granted top seniority and will keep the list current.
13. An employee who is promoted or permanently transferred to a job or position 
not covered by this Agreement shall retain and accumulate seniority in the seniority unit 
from which he/she was promoted or transferred only for a period o f one (1) year from the 
time of his/her promotion or transfer, during which period o f time the employee may be 
returned to work in a position comparable to the one which he/she held at the time of 
his/her promotion or transfer.
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14. In determining requisite qualifications and abilities to perform the work 
available, Rutgers will give the same consideration to employees exercising their seniority 
rights as they would to new employees in qualifying for the specific position.
ARTICLE 10 -  VACATION ELIGIBILITY AND ALLOWANCE
Regularly appointed full-time employees are first eligible for vacation upon 
completion o f the fiscal year during which they are employed, and they will accrue vacation 
at the rate o f one day for each full month employed during the period. The allowance 
earned in one fiscal year must be used before the end o f the following fiscal year or it is 
forfeited. However, i f  it is mutually agreed between the employee and his/her supervisor, 
then a maximum o f one year's vacation allowance may be carried forward into the next 
succeeding year. However, an employee may not expect to combine the entire vacation 
allowance from two fiscal years unless the supervisor and employee mutually agree to such 
an extended vacation.
Where a University holiday falls within an approved vacation period, it is not counted 
as a vacation day except i f  the vacation allowance is being paid upon resignation or death. If 
an employee becomes ill during five or more o f his/her vacation days, he/she may request 
that that portion o f his/her vacation during which he/she was ill be converted from vacation 
time to sick leave provided that:
1. He/she was hospitalized during his/her vacation period; or
2. He/she was under a doctor's care for illness other than a chronic condition 
during the course o f his/her vacation.
In order to be eligible for such conversion o f vacation to paid sick leave, the employee 
must submit acceptable evidence o f hospitalization or o f a doctor's attendance. When a 
death occurs in the immediate family while an employee is on vacation, bereavement time 
may be charged.
Any vacation allowance accrued at the time o f retirement must be taken prior to the 
e ffective  date o f retirement. The retiring employee is entitled to any unused vacation 
earned in the previous fiscal year plus the amount o f vacation accrued on a pro-rata basis 
for service in the fiscal year in which retirement occurs. The total amount may exceed the 
normal annual allowance. If a holiday falls within the vacation period, it is not counted as a 
vacation day.
Upon separation, an employee shall be entitled to payment for his/her accrued 
vacation allowance. Such allowance shaU include any unused vacation earned in the previous 
fiscal year plus the amount o f vacation earned in the fiscal year when separation occurs.
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Payment will be made for unused vacation allowance o f a deceased employee who had 
been a regularly appointed staff member. Such payment shall be for any unused vacation 
earned in the previous fiscal year, and vacation accrued on a pro-rata monthly basis for 
service in the fiscal year in which death occurs.
Vacation allowances are based on fiscal year of service as follows:
1. Less than one year o f service: - one full working day for each full month 
o f service.
2. One through twelve years: - fifteen working days.
3. Thirteen through twenty years: -  20 working days.
4. Over twenty years - 25 working days.
Vacations shall be taken at the convenience o f the department with consideration 
given to employees' preferences.
In the event o f any conflict, the employee with the greater seniority shall be given 
preference.
Vacation schedules, once decided, cannot be changed without mutual agreement by all 
employees affected, subject to approval by supervision.
The rate o f vacation pay shall be the employee's regular straight time rate o f pay.
ARTICLE 11 -  HOLIDAYS
1. The regular paid holidays observed by Rutgers are: New Year's Day, Martin 
Luther King's Birthday, Washington's Birthday, Memorial Day, Independence Day, Labor Day, 
Thanksgiving Day, and Christmas Day. When any o f the above holidays falls on a Sunday, 
the following Monday is observed in lieu o f the holiday.
In addition, Rutgers shall observe as holidays either one full holiday or two half 
holidays during the Christmas Season, three (3) other holidays to be annually determined by 
Rutgers, and one holiday to be selected by the individual employee. Employees shall be 
eligible for the individually selected holiday after six months o f employment and the rules 
for its use will be governed by those applicable to administrative leave as provided in 
Article 19 of this agreement.
2. During the term o f this Agreement, Saturday, December 25, 1982, Saturday, 
January 1, 1983 and Saturday, January 15, 1983 will be observed as holidays on Friday, 
December 24, 1982, Friday, December 31, 1982 and Friday, January 14, 1983 respectively.
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ARTICLE 12 - REST PERIODS
Where the nature o f the work lends itself to pauses during the workday, full-time 
employees working in such an environment are eligible for an aggregate o f 15 minutes rest 
period during each one-half shift.
In those situations where the nature o f the work is continuous and uninterrupted, (for 
example, when an employeefe) is required to remain at a definite station or machine), 
full-time employees working in such an environment are eligible for a formally scheduled 
rest period o f 15 minutes during each one-half shift.
If it is necessary to leave the work station, it is understood that there be sufficient 
coverage of said work station. Type o f rest period and scheduling of such shall be at the 
discretion o f the employee's supervisor. Rest period time is not cumulative.
ARTICLE 13 -  SICK LEAVE
Sick leave is defined as a necessary period o f absence because o f illness. The meaning 
o f sick leave may be extended to include limited periods o f time (up to 5 days) for 
emergency attendance on a member o f the immediate family (mother, father, spouse, child, 
foster child, sister, brother, grandmother, grandfather) who is seriously ill, or for exposure 
to contagious disease.
Sick leave days are earned at the rate o f fifteen (15) per fiscal year (1-1/4 days per 
month). During the first fiscal year o f employment, sick leave days will be earned at the 
rate o f one for each full month o f service except that fifteen (15) days shall be earned for 
the first fiscal year for employees appointed on July 1st.
Employees are expected to notify their supervisor preferably by telephone as early as 
possible at the beginning o f the workday on which a sick leave day is used and to keep the 
supervisor adequately informed should the absence extend beyond one day.
Unused sick leave is cumulative.
Employees who use more sick leave than accumulated will have their pay adjusted 
accordingly.
Employees may request that the supervisor make available for the employee's review a 
current record o f the employee's sick leave, such request will not be unreasonably denied.
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ARTICLE 14 -  BEREAVEMENT LEAVE
An employee who is absent from work due to death in the immediate family (mother, 
father, spouse, child, foster child, sister, brother, grandmother, grandfather, or any relative 
of the employee residing in the employee's household) may charge up to three days for such 
absence to bereavement leave. However, in the event that the funeral of a member o f the 
immediate family is held at some distant location, and the employee will attend, an 
exception to the above may be requested by the employee to provide for up to five days of 
absence to be charged to bereavement leave.
Employees are eligible to receive one day o f bereavement leave for attendance at the 
funeral o f the employee's mother-in-law, father-in-law, son-in-law, daughter-in-law, or 
grandchild.
ARTICLE 15 -  MATERNITY
An employee desiring to work during pregnancy must furnish Rutgers with a physician's 
certification indicating the expected date o f birth and the physician's opinion as to how long 
the employee may continue to work. Unless the University requires an additional medical 
opinion, the employee will be permitted to work until the time specified by her own 
physician.
An employee who wishes to return to work following the birth o f her child will be 
granted a maternity leave o f absence without salary and will be reinstated in her original 
position or a position o f similar status and pay without loss o f service credits. (An employee 
may use accumulated sick leave to the extent she has it available.) An employee may elect 
to continue Rutgers benefit programs by personal contributions while on maternity leave.
Under most circumstances, the employee will be returned to her original position. If 
necessary, the department may fill the position on an interim basis with the clear 
understanding that this is a temporary arrangement which will be terminated at the time the 
employee returns from leave o f absence.
In order to obtain a maternity leave, the employee must: (1) request the leave from her 
supervisor at least one month prior to the commencement o f the leave; (2) request the leave 
for a reasonable period o f time, not to exceed three months beyond the anticipated date o f 
the birth o f her child; (3) notify Rutgers at least one month prior to the end of the leave that 
she will be ready to return to work on the specified date.
A maternity leave may be extended for any reasonable period o f time beyond the 
originally requested time period provided the employee requests the extension not less than 
one month prior to the expiration o f the original leave and submits a physician's statement 
certifying that an extension is necessary for medical reasons. Unless the University requires 
an additional medical opinion, the request will be granted. However, only under the most 
extraordinary circumstances will an extension o f more than three months be considered 
reasonable.
This policy shall apply to all female employees regardless o f marital status.
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ARTICLE 16 - MILITARY LEAVE
1. Training
Any full-time regularly appointed employee who is a member o f a reserve component 
of the armed forces o f the United States o f America shall be entitled to a leave o f absence 
with pay for the usual prescribed training period not to exceed fifteen (15) working days per 
year. Such leave shall not be charged against vacation time.
The employee must give the supervisor a two (2) week advance notice o f such leave 
and must present to the supervisor a copy of the o ffic ia l governmental orders authorizing 
the military training.
2. Induction or Enlistment
Any full-time regularly appointed employee, excluding grant and temporary 
employees, who initially enters active service in any branch o f the armed forces o f the 
United States o f America for more than six (6) months either voluntarily or pursuant to law 
shall be granted a leave o f absence without pay for the period o f such service plus ninety 
(90) days immediately following separation.
Such an employee, unless dishonorably discharged, shall be entitled to re-employment 
by Rutgers provided application for re-employment is made prior to expiration o f the leave.
In case a service-connected disability prevents the employee from returning to work 
within the normally prescribed time, the employee may request that the leave be extended 
and upon submitting to Rutgers substantiating medical evidence, a six (6) month leave 
extension may be granted, the total o f such extensions not to exceed twelve (12) months 
from the date o f  separation.
Upon re-employment, the returning veteran employee's salary shall be adjusted to 
reflect any normal increments or general adjustments the employee would have received had 
the employee continued working for Rutgers.
Sick leave days will not accrue during the military service leave but the time will 
count as University service in applying vacation scales and with regard to seniority.
ARTICLE 17 -  LEAVE OF ABSENCE WITHOUT PAY
1. An employee may submit a written request for leave o f absence without pay for 
consideration by Rutgers. Such request shall be granted by Rutgers only in exceptional 
situations.
2. An employee who is unable to perform the duties o f his/her job title  because o f 
illness or injury shall be given a leave o f absence without pay. Such leave o f absence shall 
be limited to a period o f three (3) months, but shall be renewable for a justifiable reason for 
additional three month periods, not to exceed a total leave o f absence o f one year.
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3. Employees on leave o f absence shall retain and accumulate seniority during 
such leaves o f absence. Upon expiration o f an employee's leave o f absence, the employee 
shall be returned to his/her former position, if it is open, or to a position comparable to the 
one previously held.
4. Employees on leave without salary for one month or longer do not accrue 
vacation or sick leave benefits. Employees on leave o f absence due to injuries occuring in 
the course o f and arising out of-employment for Rutgers, will earn sick leave and vacation 
until workers' compensation payments cease.
ARTICLE 18 - JURY DUTY
Rutgers shall grant time o ff  with full normal pay to any regularly appointed employee 
who is required to serve for jury duty during such periods as the employee is actually upon 
such duty. If jury duty does not require the full work day, it is expected that the employee 
return to his/her duties.
ARTICLE 19 - ADMINISTRATIVE LEAVE
Full-time employees shall be granted three (3) days administrative leave at the 
beginning o f each fiscal year. Employees hired after the beginning o f the fiscal year shall 
be granted a half (1/2) day administrative leave after each full calendar month o f service in 
the first fiscal year o f employment to a maximum o f three days.
Employees appointed on a 10-month basis shall be granted administrative leave on the 
same basis except the maximum shall be 2-1/2 days per year. Administrative leave for 
part-time employees shall be prorated in accordance with the length o f their work week.
Administrative Leave shall be granted by Rutgers upon request o f the employee and 
shall be scheduled in advance provided the request can be granted without interference with 
the proper discharge of the work in the work unit involved.
Administrative Leave may be used for religious observances or days o f celebration, 
personal affairs, business and emergencies. Where there are more requests at one time than 
can be granted without interfering with the proper conduct o f the work unit, priorities in 
granting such requests shall be: (1) emergencies; (2) observances o f religious days or days o f 
celebration, but not holidays; (3) personal business; (4) other personal affairs. If there is still 
conflict, the matter will be resolved on the basis o f seniority within the work unit.
Administrative Leave may be scheduled in half-day units; 1/2 day, 1 day, 1-1/2 days.
Such leave shall not be cumulative. Unused balances in any year shall be cancelled.
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ARTICLE 20 - SALARIES
1. Salary ranges for each classification are included in Appendix A.
2. In the case o f employees paid from other than State funds, the University will 
endeavor to persuade funding agencies to conform in accord with the University salary 
structure.
3. In the event funding agencies do not conform in accord with the University 
salary structure, the failure to do so will be the subject o f a Labor-Management conference 
under Article 7.
4. Salary and Fringe Benefit Program
Subject to the appropriation o f and allocation to the University by the State of 
adequate funding for the specific purposes identified for the full period covered by this 
Agreement:
Fiscal Year 1981-82:
1) E ffective July 1, 1981 there shall be a 6% increase across the board for all 
employees.
2) Effective January 1, 1982 there shall be an additional 4% increase across the 
board, based on the June 30, 1981 salary schedule.
3) Each eligible employee shall receive a normal merit increment on the 
appropriate anniversary date.
4) Each employee who has been at step 8 for a full year or more as o f July 1, 1981 
will receive a $100 cash payment.
5) During the life  o f the Agreement, full time employees and eligible dependents 
shall be eligible for participation in the eye care program established by the 
State. This program shall provide for up to a $25 payment for prescription 
eyeglasses with regular lenses and up to a $30 payment for such glasses with 
bifocal lenses. Each eligible employee and dependent may receive only one 
payment during the two-year period o f this Agreement.
6) During the life  o f the Agreement, full-time employees o f the bargaining unit 
and eligible dependents shall be eligible to participate in the dental care 
program as established by the State.
7) The minimum hiring rate will be $7350 for 35-hour workweek titles and $8400 
for 40-hour workweek titles.
8) Reevaluation o f the following titles by equalization:
Computer Operators I, II, and III; Library Assistants III and IV; Data Control 
Coordinators I and II; Word Processing Machine Operator III; Laboratory 
Technician; Animal Caretaker; Sr. Animal Caretaker; Stock Clerk; Genera; 
Clerk and O ffice Machine Clerk.
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Fiscal Year 1982-83
1) E ffective July 1, 1982 there shall be a 7%  increase across the board for all 
employees.
2) Each eligible employee shall receive a normal merit increment on the 
appropriate anniversary date.
3) Each employee who has been at step 8 for a full year or more as o f July 1, 1982 
will receive a $100 cash payment.
4) Cash payments o f up to $250 will be made to those who, as o f July 2, 1982, are 
earning $14,500 or less and who have been employed for at least one year as of 
July 1, 1982. Specifically -
a) $250 for those at $10,500 or under
b) $200 for those between $10,501 and 11,000
e) $150 for those between $11,001 and 11,500
d) $100 for those between $11,501 and 14,500
These amounts to be paid in December 1982, prorated for part-time and 
ten-month employees.
ARTICLE 21 -  BIWEEKLY PAY
Employees are to be paid on a bi-weekly basis.
ARTICLE 22 -  ANNIVERSARY DATES
A new employee is assigned an initial salary anniversary date based on the effective  
date o f appointment. When the date o f appointment is the first day o f a calendar quarter, 
that date, in the next fiscal year, becomes the initial anniversary date. When the date o f 
appointment occurs after the first day o f a calendar quarter, the first day o f the following 
calendar quarter, in the next fiscal year, becomes the initial anniversary date. An 
employee's anniversary date may, however, change as a result o f other actions such as 
promotion or salary adjustments.
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ARTICLE 23 -  PROMOTION COMPENSATION
1. Upon promotion, an employee's salary is increased one increment in his/her 
present range; then, if no step in the new range is equal to this ihcreased rate, his/her salary 
will be adjusted to the next higher rate.
2. In the case o f employees paid from other than State funds, the University will 
endeavor to persuade funding agencies to conform in accord with the University salary 
structure.
3. In the event funding agencies do not conform in accord with the University 
salary structure, the failure to do so will be the subject o f a Labor-Management conference 
under Article 7.
ARTICLE 24 -  ACTING CAPACITY
When Rutgers appoints by written notice an employee to temporarily work in a higher 
title in an acting capacity as an interim replacement for a period o f 25 calendar days or 
more, the employee will be paid, retroactively to the first day o f his/her temporary 
assignment, a rate of pay which would be equal to the rate the employee would receive i f  he 
or she were promoted to the higher title.
ARTICLE 25 -  OVERTIME
1. Overtime hours requested and authorized by the employee's supervisor beyond 
40 hours in the standard workweek shall be paid at the rate o f one and one half the 
employee's regular hourly rate. Hours worked beyond 35 but less than or equal to 40 hours in 
the standard workweek by employees whose regular workweek is 35 hours shall be 
compensated by either paying time and one half the employee's regular hourly rate or by 
providing compensatory time o f f  at a time and one half rate at the supervisor's discretion.
2. The standard workweek to be used in computing overtime hours and pay 
requirements will extend from 12:01 a.m. Saturday through Midnight Friday.
3. Overtime Distribution -  Rutgers will make every reasonable e ffort to provide 
for an equitable distribution o f overtime work among employees in each job classification 
within each work unit, after taking into consideration the nature o f the work to be 
performed during the overtime hours and the qualifications and abilities o f the employees in 
the work unit. Employees shall be expected to work a reasonable amount o f overtime upon 
request. Any refusal o f overtime work shall be recorded as an opportunity to work overtime 
by the employee. The Union shall have access to the overtime record on a reasonable basis. 
If, because o f refusals to work overtime, there are an insufficient number o f employees 
available to perform the overtime work, Rutgers may assign the overtime work to the 
necessary number of the least senior employees in the work unit who have the,qualifications 
and abilities to perform the work.
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4. Paid time o ff  for vacation, sick leave, holidays, administrative leave, and jury 
duty is counted as hours worked in determining the number o f hours an employee has worked 
in a given week.
5. An eligible employee who is authorized to work on an observed holiday will earn 
compensation at time and one half the normal rate due for the holiday. This premium 
compensation for the holiday will be earned regardless o f the total number o f hours worked 
during the workweek.
ARTICLE 26 -  CALL BACK PAY
Any employee who is called back to work after he/she has completed his/her regular 
shift and has le ft his/her place o f work shall be guaranteed a minimum o f four (4) hours work 
or compensation in lieu thereof. Such employee shall be required to work all hours, in 
addition to the four (4) hour minimum guarantee, which are required by his/her supervisor.
ARTICLE 27 -  AUTO ALLOWANCE
No employee will be required to use his/her car for Rutgers business unless Rutgers 
designates his/her job as one requiring use o f the employee's car, or designates such 
requirement as a result of change in job content.
Neither may an employee use his/her personal car on Rutgers business unless advance 
approval is given by the employee's supervisor.
The employee must carry Automobile Liability Insurance with liability limits o f  at 
least 25/50/10. The cost o f any physical damage to the vehicle is the sole responsibility of 
the owner. Any accident must be reported to the Rutgers Insurance Department.
Use of a personal ear on authorized Rutgers business is reimbursable at the rate of 18 
cents per mile, which amount will cover all related expenses.
ARTICLE 28 -  CHANGE IN WORKSHIFTS
Prior to effecting a change other than minor in the regular starting time o f work 
shifts, Rutgers will give reasonable notice to affected employees and will discuss such 
change and the need for same with the representatives o f the Union, unless circumstances, 
such as in emergency situations, make such notice and prior discussion impracticable.
21
ARTICLE 29 -  SHIFT PREFERENCE
When a vacancy occurs or a new job is created within a given job classification in a 
work unit having more than one shift, any employee in the same classification may elect, in 
accordance with seniority, to change his/her shift to that shift in which the opening occurs, 
provided in the judgment o f supervision that the efficiency o f the particular operation will 
not be impaired by such a change and provided that no employee shall voluntarily exercise 
his/her seniority rights for such purpose for more than once in any year. No employee shall 
be considered for a change in shift unless he/she shall in writing have requested a change in 
shift no earlier than six months and no later than 2 weeks before any such opening occurs.
ARTICLE 30 - LAYOFF, RESIGNATION NOTICE
Rutgers agrees that prior to any lay-off it will, except in case o f emergencies, give at 
least fourteen (14) calendar days notice to the employees affected (except probationary 
employees), and in consideration therefor, the Union agrees that the employees covered by 
this agreement will, except in case o f emergencies, give at least fourteen (14) calendar days 
notice prior to resigning from employment.
ARTICLE 31 - TECHNOLOGICAL CHANGE
The University shall have the sole right to make technological and other such major 
changes in its operation as it may deem advisable for its efficient operation. However, prior 
to the introduction o f any such changes, the University shall notify the Union o f such 
contemplated changes and o f any opportunities for training. In the event the introduction of 
any new process or equipment results in lay-off o f persons, these matters shall also be 
discussed with the designated Union representative prior to their introduction. Any such 
layoffs shall be made pursuant to the layoff procedure in Article 9.
ARTICLE 32 - JOB POSTING PROCEDURE
The procedure to be used by the employer to indicate a promotional opportunity or a 
transfer shall be called a "posting procedure." The posting procedure for clerical, o ffice, 
laboratory and technical employees shall be divided into two categories: Promotional
opportunities-vacant positions, and recruitment notifications. The posting procedure shall be 
used in a manner consistent with the goals o f the Affirm ative Action Program and the 
provisions o f the collective negotiations Agreement between Rutgers and AFSCME Local 
1761.
22
PROMOTIONAL OPPORTUNITY-VACANT POSITION
Promotional opportunities-Vacant positions are defined as those positions within the 
COLT bargaining unit which are above the elementary level category (see Appendix C ) for 
each job family. When vacancies occur and are to be filled for any o f these job 
classifications, each such promotional opportunity shall be posted on an individual job-by-job 
basis in the geographic area concerned (New Brunswick, Newark or Camden) and in one 
location on each of the other geographic campuses for a period o f 5 work days. The posting 
shall be on a form entitled "Promotional Opportunity-Vacant Position" and will include the 
following information:
1. Title o f Position
2. Salary Range
3. Geographic Location
4. Department
5. "Scope and function" and "requirements" paragraphs of the 
generic job description.
6. Date Posted
7. Workweek designation i f  other than 35 hours
8. Expiration Date o f Posting
9. Special Conditions
10. Specific requirements such as specialized skills, specialized 
machine capabilities or language skills.
11. Positions awarded by listing job number, name o f successful 
bidder, old job title, new job title and seniority date; or by listing 
job number and the term "new hire" whichever is applicable.
12. The heading wiU include "AFSCME Local 1761, AFL-CIO".
This information is to be prepared by the Personnel O ffice in either New Brunswick, 
Newark, or Camden for weekly publication. Positions -which are posted are not to be 
reposted in subsequent weeks i f  they have not been filled. Copies o f all job postings will be 
provided to the Union President. Copies o f all job postings will be provided to all stewards 
and Vice Presidents in the geographic areas concerned. Rutgers will provide to a Union 
designee in each seniority unit a list o f applicants who were successful in the posting 
procedure.
RECRUITMENT NOTIFICATION
At the discretion o f the administration, any position vacancy in a classification other 
than those listed in the COLT bargaining unit, or elementary level positions, or confidential 
positions may be made known i f  such information seems appropriate for distribution. It shall 
be the responsibility of the appropriate Personnel O ffice in New Brunswick, Newark, or 
Camden to prepare and distribute such recruitment notices.
GENERAL
POSITIONS TO BE POSTED
All permanent 12 or 10 month vacant positions o f 20 hours or more per week including 
type 3 positions that are to be filled and are included within the COLT bargaining unit shall 
be posted.
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EMPLOYEES ELIGIBLE TO USE THE POSTING PROCEDURE
Those Rutgers University employees who are considered eligible to use this posting 
procedure shall be defined as those employees eligible for inclusion in the COLT bargaining 
unit, including type 3 employees and employees working 20 hours a week or more, and having 
been employed by Rutgers University on a continuous basis for a period o f at least six 
months. Casual and temporary employees are not eligible to bid. Reclassification shall not 
be a bar to bidding. Employees holding confidential positions may also use this posting 
procedure.
HOW TO APPLY
Employees covered by this procedure who feel qualified for any posted position may 
apply for it. A completed bid form for each position applied for must be in the O ffice of the 
Division of Personnel at the time specified on the posting. If an interview is to take place, 
the employee shall request permission o f his/her immediate supervisor to be absent for the 
time required.
Contents o f the job requisition for a position will be shared with an employee at 
his/her request in accordance with specific instructions on the posting sheet.
POSTING PERIOD
All positions which must be posted shall be posted for five consecutive work days. 
Saturdays, Sundays, and holidays shall not be considered work days for purposes o f this 
procedure.
Only i f  application is made for a posted position during this 5 day period is there an 
obligation to consider that applicant for the position.
SELECTION OF CANDIDATES
The selection o f the successful candidate will be determined with primary 
consideration given to performance, demonstrated ability and qualifications. A fter these 
factors have been carefully considered, i f  two or more candidates for the vacancy are 
equally qualified based on the aforementioned criteria, then seniority shall be the 
determining factor in the selection o f the successful applicant for the position.
FUNDING
If a position is funded as opposed to being supported by a regular budgetary line, a 
notation should be made on the posting o f this fact; in this manner, employees will be aware 
that this is a term appointment rather than an indefinite one.
FREQUENCY OF APPLYING FOR A POSTED POSITION
There shall be no limitation on the number o f times an individual who is eligible may 
bid on posted positions, except that after an employee has successfully bid and has been 
accepted, the employee must wait 6 months before bidding on another position.
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RECLASSIFICATIONS WITHIN DEPARTMENTS
Where, because of increase in duties and responsibility or for other bona fide reasons, 
a department wishes to recommend that a position be reclassified the reclassification 
procedure shall be followed. This reclassification cannot be used, however, to promote an 
existing employee into a vacant position. In such a case, the vacant position must be posted 
as outlined above.
ARTICLE 33 -  POSITION CLASSIFICATION REVIEW
1. An employee wishing to request a position classification review may submit 
that request to tne O ffice o f Wage & Salary Administration on forms designed by Wage & 
Salary. Wage & Salary will complete such review within eight (8) weeks, with an extension 
of time if  necessary. Compensation for any new job classification will be e ffective  
retroactively to the payroll begin date following receipt o f completed request-for-review 
materials at the O ffice of Wage <5c Salary Administration.
2. If the employee is dissatisfied with the results o f the review, he/she may appeal 
within six weeks to the O ffice o f Wage & Salary Administration for a second review o f the 
classification material. Such review will be completed within eight (8) weeks with an 
extension o f time if  necessary.
3. If the employee and the Union are dissatisfied with the decision o f this first 
appeal the Union may, within (30) days o f receipt of that decision, submit the appeal to a 
neutral Classification Review O fficer (CRO).
The Classification Review O fficer, who will be an expert in the field o f salary 
and classification, will be selected mutually by the Union and the University and will serve 
for the duration o f the Agreement.
The Classification Review O fficer will consider each case appealed to him or 
her on its individual merits and any determination by the Classification Review O fficer will 
not be applicable to other employees. The Classification Review O fficer will conduct 
hearings in an expeditious and informal manner. The Classification Review O fficer will 
submit his/her written recommendation to the parties within thirty (30) calendar days o f the 
hearing date or any extension mutually agreed to by the parties.
4. The determination o f the Classification Review O fficer will not be denied 
arbitrarily by the University; the University will provide reasons in writing for any denial of 
a Classification Review O fficer determination.
A decision by the University not to reclassify an individual position whose 
reclassification has been recommended by the CRO will not be made for budgetary reasons.
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5. If a position classification review is requested o f Wage & Salary by other than 
the incumbent in the position, the incumbent shall be informed by Wage 6c Salary that such a 
review has been initiated. Contents of the job description submitted and the decision of 
Wage <5c Salary will be shared by the department with the incumbent at his/her request in 
writing. The employee has the right to respond in writing to Wage 6c Salary, with a copy to 
his/her supervisor, concerning all data submitted to Wage 6c Salary.
ARTICLE 34 - JOB EVALUATION MANUAL
Rutgers shall provide to the Union a job evaluation manual containing job descriptions 
for all jobs in the bargaining unit.
In the event that Rutgers establishes a new bargaining unit job title or changes the 
duties as described in the generic job description o f an existing job title, the Union will be 
notified in writing o f the new job title, the new job description and/or the changed generic 
job description, and the salary range assigned. If requested by the Union within fifteen 
working days o f said notification, Rutgers and the Union shall negotiate the salary range 
assigned subject to the Public Employment Relations Commission rules governing 
negotiations. Any range designation established through said negotiations will be 
retroactive to the date o f said notification. Retroactive payment shall be applicable only to 
those employees who are in said title at the time o f agreement on the designation.
ARTICLE 35 -  BULLETIN BOARDS
Rutgers shall provide for each agreed-upon area a bulletin board, space on a bulletin 
board or space for a bulletin board for posting by Union representatives of notices related to 
offic ial Union matters. The Union agrees that notices posted on such bulletin boards shall 
not contain political or controversial material or any material not related to o ffic ia l Union 
business.
ARTICLE 36 -  SAFETY COMMITTEE
Rutgers and the Union agree to establish jointly a committee to discuss mutual 
problems concerning employee safety and health. The committee shall be a standing 
committee, and once constituted shall meet regularly bi-monthly to discuss long-range, 
overall safety and health problems o f employees. Immediate safety problems should be 
reported to the supervisor or to the Department o f Radiation and Environmental Health and 
Safety. The Union may appoint two (2) employees who shall not lose pay for the time spent 
at committee meetings. A representative o f AFSCME may attend committee meetings.
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ARTICLE 37- UNIVERSITY PROCEDURES
Rutgers and the Union agree that employees shall be entitled to enjoy, and shall be 
subject to, all terms and conditions o f employment applicable to the bargaining unit 
provided for in the University Regulations, Procedures, and Forms Usage Manual and not 
provided for herein. During the life  o f the Agreement, any change in the University 
Regulations, Procedures, and Forms Usage Manual affecting terms and conditions of 
employment o f members of the bargaining unit shall be negotiated.
ARTICLE 38 - RETIREMENT AND LIFE INSURANCE BENEFITS
Appointed employees shall be eligible for participation in the Public Employees 
Retirement System consistent with its rules and regulations. Should there be changes made 
in this plan by legislation during the term o f this Agreement, all such changes appropriate to 
members o f this negotiating unit shall be made and effected in accordance with the 
provisions of such legislation.
Administrative rules are established by the Division o f Pensions and Rutgers.
ARTICLE 39 - HEALTH BENEFITS
During the term of the Agreement, current coverage o f Blue Cross/Blue Shield, 
including Rider J provisions, and Major Medical shall be continued for eligible employees 
covered by this Agreement and their eligible dependents.
ARTICLE 40 -  TEN-MONTH EMPLOYEES
Full-time employees appointed on a regular 10-month basis (those employed for the 
standard academic year beginning September 1 and ending June 30) generally receive 
benefits on a pro-rata basis except for holiday pay which will be granted for those holidays 
that fall during the academic year only.
ARTICLE 41 -  PERSONNEL FILES
All employees shall have access to their central personnel files to review their 
employee records. The request for review o f such records shall be made in writing in 
advance to the Division o f Personnel and such review shall be during regular o ffice  hours. 
An employee may respond in writing to any document in the file. Such response shall 
become a part of the file.
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ARTICLE 42 - MISCELLANEOUS
1. This agreement supersedes any individual agreement between an individual 
employee and Rutgers.
2. Rutgers and the Union recognize the commitment o f the University to its 
students to provide part-time employment. Rutgers will not use students to undermine the 
bargaining unit.
3. Employees may be given permission to attend classes during the workday, 
provided the attendance at such classes does not interfere with the normal operation o f the 
work unit, where such classes are related to the employee's job or to career improvement 
and arrangements are made to make up the lost time. Any such arrangement shall be 
subject to approval Dy Rutgers.
4. The annual motor vehicle registration fee for employees wishing to register 
their vehicles for the use of surface campus parking facilities shall be 1/1 Oth o f 1 % o f the 
employee's annual salary.
5. Rutgers and the Union will establish a committee to study the concept and 
feasibility of a career ladder program.
6. Rutgers agrees to have raingear available for those postal employees who 
regularly pick up and deliver mail.
Rutgers agrees to have two (2) smocks or aprons available for employees in 
duplicating and mailing department.
ARTICLE 43 - SEVERABILITY
Rutgers and the Union understand and agree that all provisions of this Agreement are 
subject to law. In the event that any provision o f this Agreement shall be rendered illegal or 
invalid under any applicable law, such illegality or invalidity shall a ffect only the particular 
provision which shall be deemed o f no force and e ffec t, but it shall not a ffect the remaining 
provisions of this Agreement.
Upon request o f either party, the parties agree to meet and renegotiate the provision 
so affected.
ARTICLE 44 - PRINTING OF AGREEMENT
Rutgers shall be responsible for reproducing this Agreement and will furnish a 
sufficient number of copies to the Union for distribution to employees in the unit. The 
printing cost shall be shared equally between Rutgers and the Union.
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ARTICLE 45 - TERM
This Agreement shall be effective from July 1, 1981 until 12 midnight on June 30, 1983.
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APPENDIX A
AFSCME Local 1761 (COLT) 
JOB TITLES (ALPHABETICAL LIST)
Title Range
Accounting Clerk 7 
Addressograph-Mimeograph Machine Operator 5 
Animal Caretaker - Lab 7 
Assistant Equipment Manager - Athletics 12 
Assistant Lab Mechanic 6 
Audio-Visual Technician 6 
Budget Clerk 9 
Business Aide 13 
Carpenter/Scenery Painter 14 
Clerk Bookkeeper 6 
Clerk Stenographer 7 
Clerk Transcriber 7 
Clerk Transcriber - Languages 8 
Clerk Typist 6 
Clerk Typist - Languages 7 
Clinic Assistant 12 
Composing Machine Operator 7 
Compositor Asst./Graphics (ICLE) 11 
Compositor Coord. 15 
Computer Design Technician 19 
Computer Operator I 17 
Computer Operator II 14 
Computer Operator III 11 
Computer Operator/Librarian 13 
Crew Rigger 16 
Data Control Coordinator I 17 
Data Control Coordinator II 15 
Data Entry Machine Operator 8 
Data Processing Machine Operator I 13 
Data Processing Machine Operator II 9 
Data Processing Machine Operator III 6 
Digital Electronics Service Technician 19 
Dispatcher 11 
Dispatcher (Buses) 9 
Drafting Technician 10 
Drafting Technician - Electronics 13 
EDC Assistant - PBP 14 
Electro/Set Compositor (ICLE) 9 
Electronics Technician 14 
Electronics Technician (Health Physics) 16 
Engineering Aide 9 
Equipment Manager - Athletics 16 
Equipment Manager (N) 14 
Events Coordinator - RCSC 13 
Film Tape Librarian (ITV) 7
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Game Room Attendant/Mechanic (RCSC) 14
General Clerk 6
Graphics Technician 13
Head Accounting Clerk 15
Head Audio Visual Technician 16
Head Clerk 15
Head Clerk Bookkeeper 15
Head Drafting Technician 18
Head Offset Machine Operator 17
Head PBP Clerk 15
Head Postal Clerk 12
Head Stock Clerk 15
Head Telephone Operator 12
Instrument Maker/Repairer 20
ITV Trainee 8
Keypunch Operator 7
Lab Assistant 6
Lab Mechanic 14
Lab Services Assistant (RC) 13
Lab Technician 13
Lead Library Utility Worker 13
Librarian/Keypunch Operator (CCIS) 11
Library Assistant II 13
Library Assistant III 10
Library Assistant IV 7
Library Utility Worker 9
Lighting Specialist (ITV) 14
Machinist 16
Medical Technician 12
Micromation Assistant 10
Micromation Technician 15
MTS Composer 9
Office Machine Clerk 6
Offset/Bindery Machine Operator 7
Offset Machine Operator 7
Operations Coordinator (ITV) 13
PBP Clerk 8
Photographic Communications Coordinator (ACC) 17
Photographic Tech. - Publications 11
Postal Clerk 9
Postal Clerk/Telephone Operator (C) 9
Principal Accounting Clerk 13
Principal Animal Caretaker - Lab 13
Principal Audio-Visual Technician 13
Principal Clerk 11
Principal Clerk Bookkeeper 12
T i t l e  Range
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Principal Clerk Typist 12
Principal Data Entry Machine Operator 13
Principal Drafting Technician 14
Principal Engineering Aide 16
Principal Keypunch Operator 13
Principal Lab Assistant 11
Principal Lab Technician 18
Principal Office Machine Clerk 11
Principal Offset Machine Operator 13
Principal PBP Clerk 13
Principal Secretary 13
Principal Secretary-Languages 14
Principal Secretary-Technical 14
Principal Statistical Clerk 11
Principal Stock Clerk 13
Printing Technician (ICLE) 15
Production Assistant (SCPA) 13
Production Control Clerk 8
Program Assistant 13
Promotional Assistant (University Press) 7
Publications Clerk 11
Publications Compositor 11
Radiologic Technician 15
Receptionist 6
Sales Clerk 7
Scanner/Measurer (Physics) 8
Scheduling Assistant - Language Lab (NB) 13
Secretarial Assistant 1 19
Secretarial Assistant II 17
Secretarial Assistant III 15
Secretarial Assistant - Languages 16
Secretarial Assistant - Technical 16
Secretary 10
Secretary-Languages 11
Secretary-Technical 11
Senior Accounting Clerk 10
Senior Animal Caretaker (Lab) 10
Senior Architectural Drafting Technician 12
Senior Audio-Visual Technician 10
Senior Clerk 7
Senior Clerk Bookkeeper 9
Senior Clerk Typist 9
Senior Clerk Typist - Languages 10
Senior Data Entry Machine Operator 10
Senior Drafting Technician 12
Senior Electronics Technician 16
Senior Engineering Aide 14
Senior Keypunch Operator 9
Senior Lab Assistant 8
Senior Lab Mechanic 16
Senior Lab Technician 15
T i t l e  Range
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Senior MTS Composer 12
Senior Office Machine Clerk 7
Senior Offset Machine Operator 10
Senior PBP Clerk 10
Senior Photostat Operator 10
Senior Platemaker and Multilith Operator 7
Senior Sales Clerk 9
Senior Scanner/Measurer (Physics) 11
Senior Statistical Clerk 7
Senior Stock Clerk 10
Senior Tandem Accelerator Technician 19
Senior Teller 9
Senior Teller (SAR) 11
Senior TV Technician (ITV) 16
Stage Hand/Electrician (ITV) 14
Stage Manager (ITV) 12
Statistical Assistant 13
Statistical Clerk 5
Stock Clerk 6
Studio Technician 14
Surplus Property Clerk 11
Tandem Accelerator Technician 15
Telephone Operator 9
Teller 7
Teller (SAR) 9
Theater Technician 14
Ticket Sales Assistant - Athletics 13
TV Technician (ITV) 14
Typesetting Production Assistant - (UP) 13
Typist - Technical 10
Varicomp/M-VIP Operator 11
Word Processing Machine Operator III 9
Word Processing Machine Operator II 11
Word Processing Machine Operator I 14
T i t l e  Range
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S e c r e t a r ia l Range
Sec A s s ' t  I 19
Sec A s s ' t  I I 17
Sec A s s 't - L a n g 16
Sec A s s 't - T e c h 16
Sec A s s ' t  I I I 15
P r in  S e c re ta ry - L a n g 14
P r in  S e c re ta ry -T e c h 14
P r in  S e c r e ta r y 13
P r in  C lk  T y p is t 12
S e c re ta ry - L a n g 11
S e c r e t a r y - T e c h n ic a l 11
S e c r e ta r y 10
S r C lk  T y p is t - L a n g 10
T y p is t - T e c h n ic a l 10
S r C lk  T y p is t 9
C lk  T ra n s -L a n g 8
C lk  S teno 7
C lk  T r a n s c r ib e r 7
C lk  T y p is t - L a n g 7
C lk  T y p is t 6
L a b o ra to ry Range
I n s t  Mak/Rep 20
S r Tandem A cc  Tech 19
P r in  Lab Tech 18
M a c h in is t 16
S r E le c  Tech 16
S r  Lab Mech 16
E le c  T e ch /H e a lth  Ph 16
R a d io lo g ic  T e c h n ic ia n 15
S r Lab Tech 15
Tandem A c c e l Tech 15
E le c  Tech 14
Lab M echan ic 14
Lab Tech 13
Lab S e rv  A s s 't -R C 13
P r in c  An C a re ta k /L a b 13
M e d ic a l Tech 12
C l i n i c  A s s t 12
P r in c  Lab A s s ' t 11
S r S can n e r/M ea su re r 11
S r  An C a re ta k e r 10
S can n e r/M ea su re r 8
S r Lab A s s ' t 8
A n im a l C a re ta k e r 7
A s s ' t  Lab Mech 6
Lab A s s ' t 6
Drafts/Engineering Range
Head D r a f t in g  T e c h n ic ia n  18
P r i n  E n g in e e r in g  A id e  16
P r i n c i p a l  D r a f t in g  Tech 14
S r E n g in e e r in g  A id e  14
D r a f t in g  T e c h - E le c t r o n ic s  13
S r A r c h i t e c t  D r a f t  Tech 12
S r D r a f t in g  Tech 12
D r a f t in g  T e c h n ic ia n  10
E n g in e e r in g  A id e  9
O f f i c e  C le r k s  Range
Head A c c o u n t in g  C le r k  15 
Head C le r k  15 
Head C le r k  Bookkeep 15 
Head PBP C le r k  15 
EDC A s s t  PBP 14 
B u s in e s s  A id e  13 
E v e n ts  C o o r d in a to r  RCSC 13 
Lead L ib  U t i l  W orke r 13 
L ib r a r y  A s s ' t  I I  13 
O p e ra t io n s  Coord  13 
P r in c  A c c t  C le r k  * 13 
P r in c  PBP C le r k  13 
P ro d u c t io n  A s s t  (SCPA) 13 
P ro g  A s s t  13 
S t a t i s t i c a l  A s s t  13 
T ic k e t  S a le s  A s s t  13 
Head T e leph o n e  Op 12 
P r in c  C lk  Bookkeep 12 
D is p a t c h e r  11 
P r in c  C lk  11 
P r in c  S t a t i s t  C lk  11 
P u b l ic a t io n s  C lk  11 
S r T e l l e r  (SAR) 11 
L ib r a r y  A s s ' t  I I I  10 
S r A c c o u n t in g  C le r k  10 
S r PBP C le r k  10 
Budget C le r k  9 
L ib r a r y  U t i l  W rkr 9 
S r C le r k  Bookkeep 9 
S r S a le s  C le r k  9 
S r T e l l e r  9 
T e l l e r  (SAR) 9 
T e leph on e  Op 9 
PBP C le r k  8 
P ro d u c t io n  C o n t r o l C le r k  8 
A c c o u n t in g  C le r k  7 
F i lm  Tape L ib r  (IT V )  7 
L ib r a r y  A s s ' t  IV  7 
Promo A s s ' t  (UP) 7 
S a le s  C le r k  7
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O f f i c e  C le r k s  (C o n tin u e d ) Range
S r C le r k 7
S r S t a t i s t i c a l  C lk 7
T e l le r 7
C lk  Bookkeeper 6
G e n e ra l C le r k 6
R e c e p t io n is t 6
S t a t i s t i c a l  C le r k 5
S to re s  & M a i l  C lk Range
E q u ip  Mgr -  A t h le t ic s 16
Head S to c k  C le r k 15
E q u ip  Mgr (N) 14
Game Room A ttend /M ech 14
P r in  S to c k  C lk 13
S ch e d u l A s s 't - L a n g  Lb 13
A s s ' t  E q u ip  Mgr -  A t h le t ic s 12
Hd P o s t a l  C lk 12
S u rp lu s  P ro p e r ty  C lk 11
S r S to c k  C le r k 10
P o s t a l  C lk / T e le  Op (C) 9
P o s t a l  C le r k 9
S to c k  C le r k 6
M ach ine  O p e ra to rs  Range
Head O f f s e t  Mach Op 17
C o m p o s ito r-C o o rd 15
M ic ro ra a t io n  Tech 15
P r in t in g  Tech (IC LE ) 15
Word P ro ce s s  Mach Op I 14
P r in  O f f s e t  Mach Op 13
T y p e s e t t in g  P rod  A s s t  (UP) 
Compo A s s ' t /G ra p h ( lC L E )
13
11
P r in  O f f  Mach C lk 11
P u b l C o m po s ito r 11
V a ricom p/M -V IP  Op 11
Word P ro c e s s  Mach Op I I 11
M ic ro m a t io n  A s s t 10
S r P h o to s ta t  Op 10
S r O f f s e t  Mach Op 10
E le c t r o / S e t  Com p(ICLE) 9
Word P ro ce s s  Mach Op I I I 9
Com posing Mach Op 7
O f f s e t / B in d e r y  Mach Op 7
O f f s e t  Mach Op 7
S r O f f i c e  Mach C lk 7
S r P la te m a ke r & M u lt 7
O f f i c e  M ach ine  C lk 6
Add resso -M im eo  Op 5
Comp-DP Keypunch Range
Comp Des Tech 19
D i g i t a l  E le c  S e rv  Tech 19
Comp Op I  17
Data  C o n t r o l Coord I  17
Data C o n t r o l Coord  I I  15
Comp Op I I  14
Comp O p /L ib r  13
DP Mach Op I  13
P r in  Data  E n t r y  Mach 13
P r in  Keypunch Op 13
S r MTS Composer 12
Comp Op I I I  11
L ib r /K e y p u n c h  CCIS 11
S r D a ta  E n t r y  Mach 10
DP Mach Op I I  9
MTS Composer 9
S r Keypunch Op 9
Data  E n t r y  Mach Op 8
Keypunch Op 7
DP Mach Op I I I  6
A u d io - V is u a l -  ITV Range
P h o to  Comm/Coord 17 
Hd A u d io - V is u a l Tech 16 
S r TV Tech 16 
C a rp e n te r /S c e n e ry  P a in t e r  14 
L ig h t in g  S p e c ia l i s t  14 
S tage  H a n d / E le c t r ic ia n  14 
S tu d io  Tech 14 
TV Tech 14 
T h e a tre  Tech 14 
G ra p h ic s  T e c h n ic ia n  13 
P r in  A u d io - V is u a l Tech 13 
S tage  Mgr 12 
P h o to  Tech -  P u b l ic a t io n s  11 
S r A u d io - V is u a l Tech 10 
ITV T ra in e e  8 
A u d io - V is u a l Tech 6
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COLT T IT LES  BY FAM ILY
C le r k
Head C le r k  
P r i n c i p a l  C le r k  
S e n io r  C le r k  
G e n e r a l C le r k
C le r k  B o o k ke e p e r
Head C le r k  B o o k k e e p e r 
P r i n c i p a l  C le r k  B o o k k e e p e r 
S e n io r  C le r k  B o o k ke e p e r 
C le r k  B o o k k e e p e r
A c c o u n t in g  C le r k
Head A c c o u n t in g  C le r k  
P r i n c i p a l  A c c o u n t in g  C le r k  
S e n io r  A c c o u n t in g  C le r k  
A c c o u n t in g  C le r k
O f f i c e  M a ch in e  C le r k
P r i n c i p a l  O f f i c e  M a ch in e  C le r k  
S e n io r  O f f i c e  M a ch in e  C le r k  
O f f i c e  M a ch in e  C le r k
P o s t a l  C le r k
Head P o s t a l  C le r k  
P o s t a l  C le r k
P o s t a l  C le r k / T e le p h o n e  O p e ra to r
PBP C le r k
Head PBP C le r k  
P r i n c i p a l  PBP C le r k  
S e n io r  PBP C le r k  
PBP C le r k
S a le s  C le r k
S e n io r  S a le s  C le r k  
S a le s  C le r k
S t a t i s t i c a l  C le r k
S t a t i s t i c a l  A s s i s t a n t  
P r i n c i p a l  S t a t i s t i c a l  C le r k  
S e n io r  S t a t i s t i c a l  C le r k  
S t a t i s t i c a l  C le r k
S to c k  C le r k
Head S to c k  C le r k  
P r i n c i p a l  S t o c k  C le r k  
S u r p lu s  P r o p e r t y  C le r k  
S e n io r  S to c k  C le r k  
S to c k  C le r k
T e l l e r
S e n io r  T e l l e r  (SAR) 
T e l l e r  (SAR )
S e n io r  T e l l e r  
T e l l e r
L ib r a r y  A s s i s t a n t
L i b r a r y  A s s i s t a n t  I I  
L ib r a r y  A s s i s t a n t  I I I  
L i b r a r y  A s s i s t a n t  IV
L ib r a r y  U t i l i t y  W orke r
L e a d  L ib r a r y  U t i l i t y  W orke r 
L ib r a r y  U t i l i t y  W orke r
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S e c r e t a r ia l
S e c r e t a r i a l  A s s is t a n t  I 
S e c r e t a r i a l  A s s is t a n t  I I  
S e c r e t a r i a l  A s s is t a n t  -  Tech 
S e c r e t a r i a l  A s s is t a n t  -  Lang 
S e c r e t a r i a l  A s s is t a n t  I I I  
P r i n c i p a l  S e c r e ta r y  -  Lang 
P r i n c i p a l  S e c r e ta r y  -  Tech 
P r i n c i p a l  S e c r e ta ry  
S e c r e ta r y  -  Lang 
S e c r e ta r y  -  Tech 
S e c r e ta r y
C le r k  T r a n s c r ib e r  -  Lang 
C le r k  T r a n s c r ib e r  
C le r k  S te n o g ra p h e r
Equ ipm ent Manager
Equ ipm ent Manager -  A t h le t i c s  
Equ ipm ent Manager (N) 
A s s is t a n t  Equ ipm ent
M a n a g e r -A th le t ic s
A n im a l C a re ta k e r  -  L a b o ra to ry
P r i n c i p a l  A n im a l C a re ta k e r  -  Lab 
S e n io r  A n im a l C a re ta k e r  -  Lab 
A n im a l C a re ta k e r  -  Lab
L a b o ra to ry  M echan ic
In s tru m e n t Maker R e p a ir e r  
S e n io r  Lab M echan ic  
Lab M echan ic  
A s s is t a n t  Lab M echan ic
L a b o ra to ry  A s s is t a n t
P r i n c i p a l  Lab A s s is t a n t  
S e n io r  Lab A s s is t a n t  
Lab A s s is t a n t
C le r k  T y p is t
P r i n c i p a l  C le r k  T y p is t  
S e n io r  C le r k  T y p is t  -  Lang 
T y p is t  T e c h n ic a l 
S e n io r  C le r k  T y p is t  
C le r k  T y p is t - L a n g  
C le r k  T y p is t
L a b o ra to ry  T e c h n ic ia n
P r i n c i p a l  Lab T e c h n ic ia n  
S e n io r  Lab T e c h n ic ia n  
Lab T e c h n ic ia n
S can n e r/M e a su re r
S e n io r  S ca n n e r/M e a su re r -  P h y s ic s  
S canne r M ea su re r -  P h y s ic s
Tandem A c c e le r a t o r  T e c h n ic ia n
S e n io r  Tandem A c c e le r a t o r  T e c h n ic ia n  
Tandem A c c e le r a t o r  T e c h n ic ia n
E le c t r o n ic s  T e c h n ic ia n
S e n io r  E le c t r o n ic s  T e c h n ic ia n  
E le c t r o n ic s  T e c h n ic ia n
A u d io  V is u a l - T e c h n ic ia n
Head A u d io - V is u a l T e c h n ic ia n  
P r i n c i p a l  A u d io - V is u a l Tech 
S e n io r  A u d io - V is u a l T e c h n ic ia n  
A u d io - V is u a l T e c h n ic ia n
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D r a f t in g  T e c h n ic ia n
Head D r a f t in g  T e c h n ic ia n  
P r i n c i p a l  D r a f t in g  Tech  
D r a f t in g  T e c h n i c i a n - E le c t r o n ic s  
S e n io r  A r c h i t e c t u r a l  D r a f t in g  
T e c h n ic ia n
S e n io r  D r a f t in g  T e c h n ic ia n  
D r a f t in g  T e c h n ic ia n
TV T e c h n ic ia n
S e n io r  TV T e c h n ic ia n  
TV T e c h n ic ia n
E n g in e e r in g  A id e
P r i n c i p a l  E n g in e e r in g  A id e  
S e n io r  E n g in e e r in g  A id e  
E n g in e e r in g  A id e
D a ta  P r o c e s s in g  M a ch in e  O p e ra to r
D a ta  P r o c e s s in g  M a ch in e  Op I  
D a ta  P r o c e s s in g  M a ch in e  Op I I  
D a ta  P r o c e s s in g  M a c h in e  Op I I I
K eypunch  O p e r a to r
P r i n c i p a l  K e ypunch  O p e r a to r  
L ib r a r ia n / K e y p u n c h  O p e r— C CIS  
S e n io r  K eypunch  O p e r a to r  
K eypunch  O p e ra to r
C om pu te r O p e r a to r
C om pu te r O p e r a to r  I  
C om pu te r O p e r a to r  I I  
Com pu te r O p e r a t o r / L ib r a r ia n  
C om pu te r O p e r a to r  I I I
D a ta  C o n t r o l  C o o rd .
D a ta  E n t r y  M a c h in e  O p e r a to r
P r i n c i p a l  D a ta  E n t r y  M a ch in e  Op 
S e n io r  D a ta  E n t r y  M a c h in e  Op 
D a ta  E n t r y  M a c h in e  O p e r a to r
M ic r o m a t io n  T e c h n ic ia n
M ic r o m a t io n  T e c h n ic ia n  
M ic r o m a t io n  A s s i s t a n t
O f f s e t  M a c h in e  O p e r a to r
Head O f f s e t  M a c h in e  O p e r a to r  
P r i n c i p a l  O f f s e t  M a c h in e  O per 
S e n io r  O f f s e t  M a c h in e  O p e r a to r  
O f f s e t / B in d e r y  M a c h in e  O p e r a to r  
O f f s e t  M a c h in e  O p e r a to r
C o m p o s ito r
C o m p o s ito r  C o o r d in a t o r  
P u b l i c a t i o n s  C o m p o s ito r  
C o m p o s ito r  A s s t / G r a p h ic s  ( IC L E )  
E l e c t r o / S e t  C o m p o s it o r  ( IC L E )  
C om pos in g  M a c h in e  O p e r a to r
MTS Com poser
S e n io r  MTS Com poser 
MTS Com poser
T e le p h o n e  O p e r a to r
Head T e le p h o n e  O p e r a to r  
T e le p h o n e  O p e r a to r
Word P r o c e s s in g
Word P r o c e s s in g  M a ch in e  Op I  
Word P r o c e s s in g  M a c h in e  Op I I  
Word P r o c e s s in g  M a ch in e  Op I I I
D a ta  C o n t r o l  C o o rd  I 
D a ta  C o n t r o l  C oo rd  I I
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M i s c e l l a n e o u s
A d d r e s s o g r a p h  M i m e o g r a p h  M a c h  O p
B u d g e t  C l e r k
B u s i n e s s  A i d e
C a r p e n t e r / S c e n e r y  P a i n t e r
C l i n i c  A s s i s t a n t
C o m p u t e r  D e s i g n  T e c h n i c i a n
C r e w  R i g g e r
D i g i t a l  E l e c t r o n i c s  S e r v i c e  T e c h
D i s p a t c h e r
D i s p a t c h e r  -  B u s e s
EDC A s s i s t a n t  P B P
E l e c t r o n i c s  T e c h - ( H e a l t h  P h y s i c s )
E v e n t s  C o o r d i n a t o r  R S C S
F i l m  T a p e  L i b r a r i a n  -  I T V
G a m e  R o o m  A t t e n d a n t / M e c h - R C S C
G r a p h i c s  T e c h n i c i a n
I T V  T r a i n e e
L a b  S e r v i c e s  A s s i s t a n t  ( R C )  
L i g h t i n g  S p e c i a l i s t  -  I T V  
M a c h i n i s t
M e d i c a l  T e c h n i c i a n  
O p e r a t i o n s  C o o r d i n a t o r  -  I T V  
P h o t o g r a p h i c  Com m . C o o r d i n a t o r  
P h o t o g r a p h i c  T e c h n i c i a n  
P r i n t i n g  T e c h n i c i a n  ( I C L E )  
P r o d u c t i o n  A s s i s t a n t  ( S C P A )  
P r o d u c t i o n  C o n t r o l  C l e r k  
P r o g r a m  A s s i s t a n t  
P r o m o t i o n a l  A s s i s t a n t - U n i v  P r e s s  
P u b l i c a t i o n s  C l e r k  
R a d i o l o g i c  T e c h n i c i a n  
R e c e p t i o n i s t
S c h e d u l i n g  A s s t - L a n g  L a b
S e n i o r  P h o t o s t a t  O p e r a t o r
S e n i o r  P l a t e m a k e r  & M u l t i l i t h  O p e r
S t a g e  H a n d / E l e c t r i c i a n  -  I T V
S t a g e  M a n a g e r  -  I T V
S t u d i o  T e c h n i c i a n
T h e a t e r  T e c h n i c i a n
T i c k e t  S a l e s  A s s i s t a n t
T y p e s e t t i n g  P r o d u c t i o n  A s s t  ( U P )
V a r i c o m p / M  V I P  O p e r a t o r
RUTGERS - THE STATE UNIVERSITY
COMPENSATION SCHEDULE 
E f fe c t i v e  J u ly  1 , 1991
Range
Minimum
S ta r t 2nd 3rd 4th 5th 6th 7th Maximum
05 Annual
B iw k ly
7538
288.82
7916
303.30
8291
317.67
8669
332.15
9046
346.60
9421
360.96
9800
375.48
10176 
389.89
06 Annual
B iw k ly
7916
303.30
8313
318.51
8708
333.64
9103
348.78
9501
364.03
9897
379.20
10294
394.41
10692
409.66
07 Annual
B iw k ly
8313
318.51
8728
334.41
9145
350.39
9559
366.25
9976
382.23
10392
398.17
10809
414.14
11224
430.04
08 Annual
B iw k ly
8728
334.41
9165
351.15
9601
367.86
10040
384.68
10476
401.38
10914
418.17
11352
434.95
11788
451.65
09 Annual
B iw k ly
9165
351.15
9623
368.70
10083
386.33
10541
403.87
10998
421.38
11458
439.01
11914
456.48
12372
474.03
10 Annual
B iw k ly
9623
368.70
10104
387.13
10584
405.52
11065
423.95
11546
442.38
12025
460.73
12508
479.24
12988
497.63
11 Annual
B iw k ly
10104
387.13
10608
406.44
11113
425.79
11617
445.10
12121
464.41
12625
483.72
13128
502.99
13635
522.42
12 Annual
B iw kly
10608
406.44
11137
426.71
11667
447.02
12195
467.25
12725
487.55
13253
507.78
13784
528.13
14312
548.36
13 Annual
B iw k ly
11137
426.71
11694
448.05
12250
469.35
12807
490.69
13363
512.00
13922
533.41
14479
554.76
15035
576.06
14 Annual
B iw k ly
11694
448.05
12278
470.43
12863
492.84
13446
515.18
14031
537.59
14616
560.00
15199
582.34
15784
604.76
15 Annual
B iw kly
12278
470.43
12891
493.91
13505
517.44
14118
540.92
14730
564.37
15346
587.97
15957
611.38
16570
634.87
16 Annual
B iw k ly
12891
493.91
13536
518.63
14180
543.30
14826
568.05
15471
592.76
16115
617.44
16761
642.19
17404
666.82
17 Annual
B iw k ly
13536
518.63
14214
544.60
14891
570.54
15568
596.48
16246
622.46
16924
648.43
17601
674.37
18278
700.31
18 Annual
B iw k ly
14214
544.60
14924
571.81
15635
599.05
16345
626.25
17055
653.45
17766
680.69
18476
707.90
19187
735.14
19 Annual
B iw kly
.14924
571.81
15670 
600.39
16416
628.97
17162
657.55
17907
686.10
18653
714.68
19399
743.26
20145
771.84
20 Annual
B iw k ly
15670 
600.39
16453 
630.39
17239 
660.50
18022
690.50
18805
720.50
19590
750.58
20373
780.58
21157
810.62
40
RUTGERS - THE STATE UNIVERSITY
COMPENSATION SCHEDULE
E f fe c t i v e  January 1, 1982
Minimum
2nd 3rd 4th 5th 6th 7 th Maximum
OS Annual
B iw k ly
7822 
299.70
8215
314.76
8604
329.66
8996
344.68
9387
359.66
9777
374.60
10170
389.66
10560
404.60
06 Annual
B iw k ly
8215
314.76
8626
330.50
9037
346.25
9447
361.96
9859
377.74
10271
393.53
10682
409.28
11096
425.14
07 Annual
B iw kly
8626
330.50
9057
347.02
9490
363.61
9920
380.08
10352
396.63
10784
413.19
11217
429.78
11648
446.29
08 Annual
B iw kly
9057
347.02
9511
364.41
9964
381.77
10419
399.20
10871
416.52
11326
433.95
11780
451.35
12233
468.70
09 Annual
B iw kly
9511
364.41
9986
382.61
10463
400.89
10938
419.09
11413
437.28
11890
455.56
12364
473.72
12839
491.92
10 Annual
B iw kly
9986
382.61
10485
401.73
10984
420.85
11483
439.97
11981
459.05
12478
478.09
12980
497.32
13478
516.40
11 Annual
B iwkly
10485
401.73
11009
421.81
11532
441.84
12055
461.88
12579
481.96
n j ' n
501.96
13624
522.00
14149
542.11
12 Annual
B iw kly
11009
421.81
11558
442.84
12108
463.91
12656
484.91
13206
505.98
13753
526.94
14304
548.05
14852
569.05
13 Annual
B iw kly
11558
442.84
12135
464.95
12713
487.09
13290 
509.20
13868
531.35
14447
553.53
15025
575.68
15602
597.78
14 Annual
B iw kly
12135
464.95
12741
488.17
13349
511.46
13954
534.64
14561
557.90
15168
581.15
15773
604.33
16380
627.59
15 Annual
B iw kly
12741
488.17
13377
512.53
14015
536.98
14651
561.35
15286
585.68
15925
610.16
16559
634.45
17195
658.82
16 Annual
B iw k ly
13377
512.53
14047
538.20
14715
563.80
15386
589.51
16055
615.14
16723
640.73
17393
666.40
18061
692.00
17 Annual
B iw kly
14047
538.20
14750
565.14
15453
592.07
16156
619.01
16859
645.94
17563
672.92
18266
699.85
18967
726.71
18 Annual
B iw kly
14750
565.14
15487
593.38
16225
621.65
16962
649.89
17699
678.13
18436
706.37
19173
734.60
19911
762.88
19 Annual
B iw k ly
15487
593.38
16261
623.03
17036
652.73
17810
682.38
18582
711.96
19357
741.65
20131
771.31
20906
801.00
20 Annual
B iw kly
16261
623.03
17074
654.18
17889
685.41
18702
716.56
19515
747.71
20329
778.89
21142
810.04
21955
841.19
41
RUTGERS - THE STATE UNIVERSITY
COMPENSATION SCHEDULE
E f f e c t i v e  J u ly  1 , 1982
Minimum
Range S ta r t 2nd 3rd 4th 5th 6th 7th Maximum
05 Annual
B iw k ly
8370
320.69
8790
336.79
9206
352.73
9626
368.82
10044
384.83
10461
400.81
10882
416.94
11299
432.92
06 Annual
B iw k ly
8790
336.79
9230
353.64
9670
370.50
10108
387.28
10549
404.18
10990
421.08
11430
437.94
11873
454.91
07 Annual
B iw k ly
9230
353.64
9691
371.31
10154
389.05
10614
406.67
11077 
f  424.41
11539
442.11
12002
459.85
12463
477.51
08 Annual
B iw k ly
9691
371.31
10177
389.93
10661
408.47
11148
427.13
11632
445.68
12119
464.33
12605
482.96
13089
501.50
09 Annual
B iw k ly
10177
389.93
10685
409.39
11195
428.93
11704
448.43
12212
467.90
12722
487.44
13229
506.86
13738
526.37
10 Annual
B iw k ly
10685 
409.39
11219
429.85
11753
450.31
12287
470.77
12820
491.19
13351
511.54
13889
532.15
14421
552.53
11 Annual
B iw kly
11219
429.85
11780
451.35
12339
472.76
12899
494.22
13460
515.71
14018
537.09
14578
558.55
15139
580.04
12 Annual
B iw kly
11780
451.35
12367
473.84
12956
496.40
13542
518.86
14130
541.38
14716
563.84
15305
586.40
15892
608.89
13 Annual
B iw k ly
12367
473.84
12984
497.48
13603
521.19
14220
544.83
14839
568.55
15458
592.27
16077
615.98
16694
639.62
14 Annual
B iw kly
12984
497.48
13633
522.34
14283
547.25
14931
572.07
15580 
-  596.94
16230
621.84
16877
646.63
17527
671.54
15 Annual
B iw k ly
13633
522.34
14313
548.40
14996
574.56
15677
600.66
16356
^626.67
17040
652.88
17718
678.86
18399
704.95
16 Annual
B iw k ly
14313
548.40
15030
575.87
15745
603.26
16463
630.77
17179
658.20
17894
685.60
18611
713.07
19325
740.43
17 Annual
B iw kly
15030
575.87
15783
604.72
16535
633.53
17287
662.34
18039
691.15
18792
720.00
19545
748.86
20295
777.59
18 Annual
B iw k ly
15783
604.72
16571
634.91
17361
665.18
18149
695.37
18938
725.60
19727
755.83
20515
786.02
21305
816.29
19 Annual
B iw k ly
16571
634.91
17399
666.63
18229
698.43
19057
730.16
19883
761.81
20712
793.57
21540
825.29
22369
857.05
20 Annual
B iw k ly
17399
666.63
18269
699.97
19141
733.38
20011
766.71
20881
800.04
21752
833.41
22622
866.75
23492
900.08
42
INDEX
A c t in g  C a p a c ity  20 
A d m in is t r a t iv e  Leave 17 
Agency Fee 4 
A n n iv e r s a ry  Dates 19 
A u to m o b ile  A llo w a n ce  21 
Bereavem ent Leave 15 
B i-w e e k ly  Pay 19 
B u l le t in  Boards 26 
Bumping 10, 11 
C a l l - b a c k  Pay 21 
Change in  W o rk s h if t s  21 
C la s s  A tten d an ce  28 
C la s s i f i c a t i o n  Review  O f f i c e r  
(CRO) 25 
D e f in i t io n s  3 
Dem otion 10, 11 
D e n ta l Care 18 
D is ch a rg e  9 , 10, 11 
Dues D e d u c t io n  4 
Eye Care  Program  18 
G r ie v a n ce  P ro cedu re  7 , 8 , 9 
H e a lth  B e n e f i t s  27 
H o lid a y s  13 
Job  E v a lu a t io n  Manual 26
Job P o s t in g  P ro cedu re  2 2 , 2 3 , 24
Ju ry  Duty 17 
L a y o f f  9 , 10, 11 , 12, 22 
Leave o f  Absence 16 
M a te rn ity  15 
M i l i t a r y  16
Labo r Management C on fe ren ce  6 
L i f e  In su ran ce  B e n e f it s  27 
M a te rn it y  15 
M i l i t a r y  Leave 16 
M is c e lla n e u o s  28 
N o n -d is c r im in a t io n  6
O ve rtim e  20, 21
P a r t - t im e  Em ployees 3 , 10 , 17
P o s i t io n  C la s s i f i c a t i o n  Review  25, 26
P o s t in g  P ro cedu re  22 , 2 3 , 24
P r in t in g  o f  Agreem ent 28
P ro b a t io n a ry  Em ployees 3 , 9
P ro m o t io n a l Com pensation  20
P ro m o t io n a l O p p o r tu n ity  22
Pu rpose  3
R e c la s s i f i c a t io n  25
R e c o g n it io n  3
R e c ru itm e n t 23
R e p re s e n ta t io n  Fee 4
R e s ig n a t io n  22
R e st P e r io d s  14
Reprim ands 9
R e tire m e n t 27
S a fe ty  Com m ittee 26
S a la r ie s  18, 19
S a la r y  C h a r ts  4 0 , 41 , 42
S e n io r i t y  9
S e v e r a b i l i t y  28
S h i f t  P re fe re n c e  22
S ic k  Leave 12, 14, 16
S tu den t Em ployees 28
Stew ards 5 , 7 , 11
T e c h n o lo g ic a l Change 22
Ten Month Em ployees 11, 17, 27
Term o f  C o n tr a c t  29
U n ion  R e p re s e n ta t iv e s  5
U n ion  S e c u r it y  4 , 5
U n iv e r s i t y  P ro ce d u re s  27
V a c a t io n  12, 16
Vacan t P o s i t io n  23
W ith d raw a l from  U n ion  4
43
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accurate, a n d  tim ely.
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RE CE I V E D
__ { t-r -
t#N 0V 5 1981
DIRECTOR OF EMPLOYEE 
RUTGERS UNIVERSITY 
60 COLLEGE AVENUE 
NEW BRUNSWICK , NJi 08903
OFFICE OF
EMPLOYEE RELATIONS
PREVIOUS AGREEMENT EXPIRED 
JUNE 30* 1981
L J
Respondent:
We have in our file of collective bargaining agreements a copy of your agreement(s):
WITH STATE* COUNT** AND MUNICIPAL E 
RUTGERS UNIV NEW BRUNSWICK NJ OFFICE EES LU 1761 NEW Jersey
Would you please send us a copy of your current agreement—with any supplements (e.g., employee-benefit plans) and wage 
schedules—negotiated to replace or to supplement the expired agreement. If your old agreement has been continued without 
change or if it is to remain in force until negotiations are concluded, a notation to this effect on this letter will be appreciated.
I should like to remind you that our agreement file is open for your use, except for material submitted with a restriction on 
public inspection. You may return this form and your agreement in the enclosed envelope which requires no postage.
Sincerely yours,rv w M i i w i o i  w i ,
0 JANET L. NORWOOD
Commissioner PLEASE RETURN THIS LETTER WITH 
YOUR RESPONSE OR AGREEMENTS).
I f  m ore than ona agreement, use back o f  form  fo r each docum ent. (Please P rin t)
1. Approximate number of employees involved------ /
2. Number and location of establishments covered by agreement
3. Product, service, or type of business — -------
3 ~ CjtrT, L-r^ * /{oufirU TlcuJ bj ^  .
4. If your agreement has been extended, indicate new expiration date .
MobslZ^I O f f i c e ’ 0^  *-4i^ Z'
----- --------- — — —---------------------— -—7----------- 7 J  Area Code/Telephone Number
our Name and Position /9 / ___
h 0 (Lm JLu l^. Ai/e. Mn+J (
Address Q
KCi,
City/State/ZIP Code
BLS2452 (Rev. May 1981)
Employer, Product, Service or Type of Business Name of Union or Association
A •
Number of Employees 
Normally Covered t>y 
Agreements
